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Background: The numerous challenges and financial impact affecting the healthcare landscape places 

additional barriers for APP leaders to recruit top talent into open positions.  As a result of the growth 

and expansion of our medical center and the need for additional APP positions, APP leaders have the 

desire to play an active role in the development and mentorship of nurses to establish a pipeline of 

highly qualified and prepared new graduate APRNs.  

Aim: Develop an APRN cohort process to establish an internal pipeline of highly qualified and prepared 

APRNs.  

Methods: In response to the many barriers affecting APP leaders’ ability to recruit top talent, 

APP leaders led a redesign process of our institution's APRN student cohort (alignment with a local 

university providing full tuition coverage for Nurse Practitioner programs) process. The original process 

was a simple application process and did not always yield the most qualified RNs being accepted into the 

cohort resulting in new APRN graduates not being hired into open positions. A committee of APP leaders 

from diverse service areas across our institution began a redesign of the cohort process in 2018 which 

included: projecting the need for APRNs in specialty areas/certification to better predict the 

APRN program (Acute Care, Psychiatry, Neonatal) cohort needed; strengthened application process to 

require supporting letters from a supervisor and an APP in their specialty area, applicant's resume, 

previous performance evaluation, and leadership experience; implemented applicant interviews with an 

APP leader or video-recorded interview; development of an application scoring tool; formed an APP 

leader committee to review applications and select applicants, developed a follow-up process for nurses 

who were not selected with opportunities for development needed to successfully apply to future 

cohorts, and following redesign, APRN students selected were assigned an APP mentor from our APP 

Educator team. 

 

Outcomes: The redesign of the cohort process resulted in strong bedside nurses with a commitment and 

desire for career advancement being accepted into the cohorts yielding a high return on investment. 

The first cohort graduating in December 2020 post-redesign yielded an 80% hire rate and an 80% hire 

rate in May 2021. After additional improvements to the process in 2019 (effective for 2021 graduates), 

the cohort graduating in December 2021 were all extended offers and 85% of the graduation class in 

May 2022 were extended offers. The redesign established mentorship of nurses during the cohort and in 

transition to their APRN roles and a fiscally responsible approach. Limitations included pass rates on 

the certification exam and changes in students' personal life.  

Conclusion: This innovative approach with APP leaders designing a process based on a prediction of 

APRN needs and selection of highly qualified students into a cohort, improves the ability to develop, and 

mentor top nurses into APRNs and decreases the vacancy rate of open positions.  
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Innovation:

In response to the many barriers affecting APP leaders’ ability to recruit top talent, APP 

leaders led a redesign process of our institution's APRN student cohort (alignment with a 

local university providing full tuition coverage for Nurse Practitioner programs) process. 

The original process was a simple application process and did not always yield the most 

qualified RNs being accepted into the cohort resulting in new APRN graduates not being 

hired into open positions. A committee of APP leaders from diverse service areas across 

our institution began a redesign of the cohort process in 2018 which included:

• Projecting the need for APRNs in specialty areas/certification to better predict APRN 

program (Acute Care, Psychiatry, Neonatal) cohort needed

• Strengthened application process to require supporting letters from a supervisor and an 

APP in their specialty area, applicant's resume, previous performance evaluation, and 

leadership experience

• Implemented applicant interviews with an APP leader or video-recorded interview

• Development of an application scoring tool

• Formed an APP leader committee to review applications and select applicants

• Developed a follow up process for nurses who were not selected with opportunities for 

development needed to successfully apply to future cohorts

• Following redesign, APRN students selected were assigned an APP mentor from our 

APP Educator team.
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